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Introduction: Innovation and employment in a learning perspective.

 The aim of this paper is to analyze the relation between innovation, employment and competence development empirically. In order to focus the most important elements and relations, a theoretical framework will be applied, which combines two system approaches: system of innovation and system of employment in a learning perspective. The two system approaches are both well developed (see Lundvall 1992, Edquist 2001 and Hendry 1995), but the systems are seldom combined analytically. A system of innovation is constituted by elements and relationships, which interact in the production, diffusion and use of new and economically useful knowledge (Lundvall op.cit. 1992). If we focus on the firm as center of the system of innovation, the external context of the firm are defined by institutions and organizations such as other private firms, universities, government agencies, financial institutions etc. In the same way the internal context are defined by the firm’s institutions and organizational elements that are important for learning and promoting product and process innovation. This analysis will concentrate on the internal context of learning, but will also relate to the external context of the firm. 

The system of employment gives a framework for understanding the nature of the employment relations in the firm (Marsden 1999). The system is constituted by elements such as recruitment, competence development, training, integration and mobility and the relations between these elements. Again, it is institutions and organizations that constitute the system. Employment systems provide a framework for analyzing employee application, quantitatively and qualitatively in relation to the firm’s business strategy, with transaction costs minimized. (Hendry 1995). The common key concepts establishing the systems of innovation and the system of employment will be organizational dimensions and institutions related to learning and innovative behavior of the firms. The two systems are analytically approached as complementary. In this way, the system of employment constitutes a loosely coupled subsystem of the system of innovation, where the core elements in the latter are the organization of product and process innovation. The employment system constitutes the human side of the innovation system and the concept of learning is important here. The combined or coupled systems establish a frame for a dynamic empirical analysis of the relations between elements and their developments over time.  

The dynamic analyzes is possible because of a unique empirical data set. This data set combines two large surveys and detailed register data on 524 Danish firms and it includes all the employees having been employed in each of the 524 firms for shorter or longer tenures in the period of 1990 to 2000. The panel connects a survey from 1996 (DISKO​[1]​), covering the period 1993-95, to a survey from 2001, covering the period 1998-00. Information links between the two surveys are established by comprehensive register data from the Danish Integrated Database of Labor Market Research (IDA) and the register of Business Data at Denmark Statistics. The possibility of combining the analysis of firm information on product and process innovation with job dynamics and personnel turnover establishes the foundation of producing unique knowledge on the relation between innovation and employment in a learning perspective. Fundamentally innovation means destruction of jobs and creation of jobs in a so-called process of creative destruction (Schumpeter 1911), but it also means learning, competence building and knowledge development among the employees. Thus the relation between innovation and employment has complicated contradictions. These contradictions have not yet been analyzed systematically at the empirical level in a dynamic perspective. In this way we endeavor to open a black box and produce new knowledge on this important and interesting subject.


Product innovation and employment developments

New products or services on the market are the aim and the result of firm’s innovative behavior, but it is also an expression of learning processes - a learning process and a knowledge production, which takes place inside the firm, in the interplay between different functional groups and various decision levels and in relation to actors in the firm’s environment. In this perspective new products or services on the market are materializations of the firm’s collective and dynamic ability to learn and generate knowledge in relation to often turbulent and changing market conditions. It shows a willingness to mobilize internal and external resources and move along unknown paths towards risky fields.

We shall set focus, first on the 524 firm’s behavior in relation to product innovations over the ten-year period in the nineties, and thereafter relate this behavior to employment developments in the firms. In the 1996 and the 2001 survey we asked the firms whether they, in the period of two years (1993 – 1995) and (1998 – 2000), have introduced new products or services on the market, excluding minor improvements of existing products. 


Table 1 Product- or service innovation 1993-95 and/or 1998-2000 (Percent vertical)
	Frequency	Per cent
Product- or service innovation 1995+2000  	157	32.1
Product- or service innovation 1995/2000   	166	34.0
Not product- or service innovation               	166	34.0

From their responses in 1996 and in 2001 we have classified the firms in three groups and the result is shown in table 1. One group of firms has been product innovative both in the period 1993-1995 and in the period 1998-2000. The probability of continuous product innovation activities is high in this group. It embraces 32% of the firms. Another group has been product innovative in either 1993-1995 or in 1998-2000. Being product innovation in only one of the two periods means lower probability of continuous product innovation. This group of innovators embraces 34% of the firms. The last group has neither been product innovative in the period 1993-1995 nor in the period 1998-2000. In this way it has the lowest probability of continuous product innovation and this group embraces 34% of the firms. The three groups, being almost equal in size, have quite different innovation behavior in the nineties. 

Besides their different intensity of product innovation behavior over time, the innovations can be of different radicalism. When we ask whether the firm have introduced new products or services on the market, it is not necessarily new products or services in the sense “new on the market”. In order to reveal the various degrees of radical innovation in relation to the market context, we asked the firms both in 1996 and 2001 whether their innovations already existed on the national market or existed on the world market. If this information is combined, we can investigate developments in the radicalism of innovations over time.

Table 2  Product- or service innovation type 1993-95 and 1998 – 2000 (Percent horizontal)
	Local  (98 – 00)	National (98 – 00)	Radical (98 – 00)	(N)
Local  (93 - 95)	86.9	9.5	3.6	84
National  (93 - 95)	31.6	42.1	26.3	19
Radical  (93 - 95)	53.3	33.3	13.3	15
All  (93 – 95)	73.7	17.8	8.5	118

Firms having introduced product innovations in the period 1993-1995, which is already known on the national as well as the international markets can be termed “local” innovators. If we focus on their innovations in the period of 1998-2000, it is obvious that a large part of them are “local” innovators in the last period as well. Being “local” innovator in 1993-1995 means high probability of being “local” innovator and low probability of being a “radical” in 1998-2000. 
The next group of firms has introduced product innovations, which are new on the national market, although known on the international market. This group can be termed “national” innovators. The probability that this group of firms is “national” innovators in 1998-2000 is also high, but what is more interesting is, that the probability of being “radical” innovators is the highest here, among the three groups of firms. Being a “national” innovator seems to be a good platform for jumping to the next step of the innovation latter: the “radical” product innovation.
On the highest step we find the group of firms, which have produced innovations new both on the national and the world market. This is the “radical” innovator. The group of “radical” innovators in 1993-1995 also has a high probability of being “radical” innovators the period after, but not as high as the national innovators. In fact they frequently are local innovators the period after. Being a radical innovator in one period does not mean that the firm stays a radical innovator. 

Theoretically, product and service innovation supports labor demand, but the relation between innovation and employment is quite complicated with sometimes counteracting effects. In the following we shall investigate this relation. The firms will be classified according to whether they are continuous innovators, one-time innovators or not innovators in the periods.
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The table shows that the group of continuous innovating firms (P/S 95+00) is composed by larger firms. They employ more than twice as many employees than the one-time innovators. If we observe the net-employment trend for this group we can notice a slight decline in the beginning of the decade. After 1993 an increase in the index values can be observed. The higher level decreases after 1997 and the final value of the index is 101, for this group. The group of firms with product innovations either in 1993-1995 or in 1998-2000 (P/S 95/00), generally has higher index values of net-employment. Even though the index value of 1993 is low, this group of firms ends up with the highest index value in 1999. It seems as if this group of firms has the strongest growth pattern of employment, compared both to the group of continuous innovators and the group with no product innovations in the periods. We could be confronted with a group of firms that is product innovative, but have longer product cycles. The group of firms with no product innovations in the periods has the lowest index numbers of employment over the period and a decline in the last part of the decade. Generally, the pattern of employment shows, that firms, which is product innovative in the decade, increases net-employment. Firms, which do not innovate in the periods, loose jobs. But even among firms with net growth we may find job looses. In the table below, the job creation and job destruction is shown for the different groups of firms.

Table 4.1  Job creation and Job destruction in panel firms 1990 – 91 to 1993 – 94 by product or service innovation 1993 – 95 and/or 1998 –2000







Table 4.2  Job creation and Job destruction in panel firms 1994 – 95 to 1998 – 99 by product or service innovation 1993 – 95 and/or 1998 –2000












Organizations as learning systems

Product and service innovation is an expression of a learning process, taking place inside the firm. In order to understand the learning conditions, we shall pass into the anatomy of the innovative organization forms. The aim is to identify the characteristics of organizations as learning systems and test their impacts on innovation behavior. In the 1996 and 2001 surveys the firms answered an array of questions concerning the organizational dimensions they had adopted. These dimensions directly or indirectly refer to theories dealing with innovation in organizations: Cross occupational work groups, integration of functions, delegation of responsibility and planned job rotation are empirical indicators, referring to Kanter’s theory of Integrative Organization and Burn’s & Stalker’s Organic Organizations. Quality circles and proposal collection systems are indicators of Quality Management and Knowledge Management. Tailored educational system and Educational planning indicate Human Resources Development and cooperation with external actors refer to Lundvall’s theory of Innovation Systems. In the table below the dimensions are classified in relation to the theoretical aspects they are indicators of.

Figure 1: Theoretical aspects and organizational dimensions in the learning organization.
Theoretical aspects	Organizational dimensions
Organic and integrative organization	Cross occupational working groupsIntegration of functionsDelegation of responsibilityPlanned job rotation
Quality management	Quality circles/groupsSystems for collection of employee proposals
HRD and compensation 	Education activities tailored to the firmLong term educational planningWages based on results
External relations	Closer cooperation with customersCloser cooperation with subcontractorsCloser cooperation with knowledge institutions

First we shall examine to what degree the firms have adopted the dimensions of learning organizations in the nineties. Next we shall test the effect on innovation behavior of having adopted more than half of the dimensions. In order to do this, two additive indexes have been built on the dimensions adapted by the firms: one index for 1995 and one index for 2000. The firms that have developed and maintained 6-12 of the dimensions over the decade of the nineties have been selected out and will be compared to the firms that have adopted 6-12 dimensions either in 1995 or in 2000 and to the firms with less than 6 dimensions in both periods. This classification is shown in the table below.

Table 5: Learning organization  development 1995 and/or 2000
	Frequency	Per cent
Learning org. 1995+2000    (1)	190	36.3
Learning org. 1995/2000     (2)	189	36.1
Not learning organizations  (3) 	145	27.7

The table shows that more than a third of the firms have developed and maintained 6-12 dimensions of learning organization during the decade (1). A proportion almost as large has developed learning organizations in either 1995 or in 2000 (2). This group is somewhat heterogeneous because it contains firms with declining as well as increasing adoption of learning organization dimensions. The last group has less than 6 dimensions in both periods (3). This group is the smallest, which shows that organizational development is a comprehensive phenomenon. The result of the classification is three groups of firms with different practices in relation to the dimensions of organizational learning over the decade, which makes them appropriate to the analysis of effects on product innovation.

Table 6: Logistic regression of learning organization development on P/S innovation 2000 
(Odd ratio, 95% confidence interval, estimates, chi-square and P-value)
Variables	Effect	Lower  95%	Higher  95%	Estimate	Chi-sq	P-value
Dev. 1 vs. 3	5.9	3.6	9.7	0.91	49.1	<.0001
Dev. 2 vs. 3	2.3	1.4	3.7	-0.05	0.1	0.7257












Table 7 shows that the 190 firms with learning organizations in 1995 and in 2000 have a positive employment trend and end up with a slightly higher figure than the firms which do not develop learning organizations. The firms with continuous learning organizations are on average the largest, which means that they create net 794 jobs in the decade, while the firms with no learning organizations are the smallest and they create only 94 jobs in the decade. The firms with learning organization either in 1995 or in 2000 have negative employment trend and looses 893 jobs in the period. These firms have below average index figures throughout the decade. The peak employment is in 1997 with an index figure of 102.9, followed by a decline in employment. The trends of the three different groups of firms show that the human capital enhancement factor is stronger than the labor saving in the firms with continuous learning organization. This means that moderate employment growth is related to learning organizations.

The ability of the employee continuously to learn and supply new knowledge to the work process is important in the learning organization. This may gradually turn demand and bring groups of employees in focus that are trained in absorbing and making use of new knowledge. Complementary to the structure of dimensions configuring the learning organization, there is a demand for an active learning culture among the employees as human resources in the learning organization. The structure of organizational dimensions and an active learning culture are necessary conditions, which bridge the system of innovation and the system of employment in the learning context. This means that demand for labor gradually may be turned towards higher educated, who are trained in analytical skills and used to learn and accumulate knowledge continuously. The knowledge and competences of the skilled and unskilled employees are complementary and important as well, and the firm may choose to develop a learning culture on this foundation. In this way the tacit knowledge is preserved and the core competences are developed continuously by internal means. 

Fundamentally, it is a question of either internal development or external recruitment of competences as personnel strategy in the firms. In the following we shall focus on external recruitment of competences in order to observe the developments over the decade of the nineties. Later the internal development of competence and training is considered. It is important to notice that the two strategies are not mutual exclusive. They can be applied together in a systematic way. This is part of the logic of the system approach to employment. The variations of internal development versus external recruitment in the firm’s personnel strategy are important. It determines whether the demand of employees to learning organizations furthers “polarization” of labor, resulting in marginal position of unskilled and at the same time colonization of higher educated in the learning organizations, or whether the demand furthers a more balanced evolution of learning capabilities among all employee groups.

The analyze will first explore the developments of hiring higher educated employees relative to all hiring in the firms. Next, developments in personnel profiles in firms with learning organization in both periods are investigated. 







A change in educational codes between 1997 and 1998 causes a break and minor inaccuracy between 1990-98 and 1998-00 figures.

Table 8 shows hiring of higher educated each year in the nineties relative to all hiring in the panel firms. The hiring of higher educated are grouped by development of learning organization. Among the firms with continuous learning organization (LO95+00) we find the largest proportion of higher educated hired. At the beginning of the period the proportion is double the proportion we find among the firms without learning organization and at the end of the period it is two and half the size. The firms with learning organization in either 1995 or in 2000 show levels in hiring patterns, which are between the two other groups of firms. The relative figures hide large differences in absolute values. The 190 firms with continuous learning organization recruit 809 higher educated in 1990-1991 and 1532 higher educated in 1999-2000, compared to 71 higher educated in the 145 firms without learning organization in 1990-1991 and 85 higher educated in 1999-2000.  The tendency of learning organization to increase the proportion of higher educated relative to all hiring over the period is obvious.

The observed increase in hiring proportions of higher educated may influence the internal personnel profiles for the firms. The table below shows the development in shares of higher educated, skilled and unskilled employees for firms with continuous learning organization.







A change in educational codes between 1997 and 1998 causes a break and minor inaccuracy between 1990-98 and 1998-00 figures.






Competence Development and Vocational Training

The relation between innovation and leaning must be of dynamic nature, if continuous innovation shall prevail in firms. In continuous innovative firms, learning must simultaneously be a result from and a driver of new products and services. Learning must be closely connected to the job situation in such a way, that the internal and external work relations and experiences become the reflective fuel in the learning processes. This is a necessary but not a sufficient condition for innovative learning. To make the learning complete and sufficient, it is necessary to combine the experienced based and reflective learning with new knowledge achieved from formal training and education (Tidemand & Lindstrøm 2003). In this way learning becomes both knowledge based and experience based and may evolve dynamically in the context of the organization.

This learning concept and its importance for product or service innovation means, that competence development and vocational training becomes of central importance in the employment system. Competence development and vocational training must form two sides of the same coin in the learning organization, and be complementary to the production strategies. In other words, competence development and vocational training must establish the basis of the employment system, be organizational bounded and situated in or related to the firm’s innovation strategies. Even though the learning organizations create many jobs for higher educated and the personnel profiles are changing in favor of the higher educated employees, this only provides an inflow of certain formal qualifications and of knowledge absorptive capacity into the firms. It is the important function of the employment system to establish the relation from recruitment to competence development and training, within the frames of the innovation system of the firm.

We shall investigate this employment system approach to competence development and vocational training. Dealing with competence development implies special attention to the active use of the potentials in the organization and management principles applied. Besides the job situation and external relations, it is the mutual relations between the employees and towards the management, which carries the potentials of competence development. Within this concept, the operational instruments of competence development are related to the way the organization and management of the work processes are used actively and deliberately as instruments to enhance the employee’s experiences, skills etc. In order to examine the instruments deployed and combined in competence development process inside the firms, we shall first consider the empirical conditions by which competence is developed continuously in the firms.









1 = By solving the working tasks
2 = By giving time for sparring with management/other employees
3 = By planned job rotation
4 = By organizing the work in teams
5 = By promoting cooperation and networking across divisions and groups
6 = By standard courses/educational schemes

Table 10 shows comparatively for the surveys of 1995 and 2000 the importance of different conditions or instruments used in the management’s efforts to ensure, that the employees continuously develop their skills. Solving the working tasks, which is the first instrument considered, is ascribed great importance by a large and increasing proportion of the firms. This is a signal of conscience about the potentials of organizing the work processes in such a way that learning becomes part of solving the tasks. The next instrument concerns priority to learning elements in the mutual relations between employees and management. Sparring is of great importance in almost a quarter of the firms in 1995 and a fifth of the firms in 2000. Planned job rotation and team organization are indicators of learning in communities of practice (Lave & Wenger 1995). Team organization plays an increasing role in competence development. Cooperation and networking across divisions and groups, on the other hand, plays a decreasing role. In 1995 more than a quarter of the firms considered it of great importance, while one fifth did in 2000. Standard courses or educational schemes also have decreasing importance. Generally there seems to be a movement towards the informal and practice oriented instruments and a decline in the deliberate use of inter-subjective instruments. 

This makes it relevant to analyze competence development as the use of a multitude of instruments, applied more or less simultaneously in the firm. To perform such an analysis an additive index has been constructed for 1995 and 2000, where each of the instruments counts one on the index, when the firm has assigned “great” importance to the instrument. From their index scores, the firms were grouped after the use of two or more instruments in 1995 and/or 2000. One group of 17% of the firms assigned great importance to two or more instruments both in 1995 and in 2000. Another larger group of almost two fifth of the firms mentions two or more instruments of great importance in either 1995 or in 2000. A third group of 43% of the firms did not consider two-or-more instruments of great importance for competence development either in 1995 or in 2000. The first group of firms, which mention two or more instruments in 1995 and in 2000, have a conscious and continuous competence develop policy. This should promote learning in the firms and have effect on the propensity to innovate. Whether this holds truth is tested in the logistic regression below.

Table 11 Logistic regression of competence development on P/S innovation 2000 
(Odd ratio, 95% confidence interval, estimates, chi-square and P-value)
Variables	Effect	Lower  95%	Higher  95%	Estimate	Chi-sq	P-value
Dev. 1 vs. 3	4.6	2.7	7.7	0.88	28.3	<.0001
Dev. 2 vs. 3	1.5	1.0	2.2	-0.24	3.5	0.0600

Results from the model shows that the group of firms mentioning two or more instruments of great importance for continuous competence development both in 1995 and in 2000 (1) have a significant 4.6 times higher chance of being product or service innovative, compared to the firms with no conscious and continuous competence development (3). The group of firms mentioning two or more instruments in either 1995 or 2000 (2) has a lower and hardly significant chance. This means that continuous competence development with two or more instruments matters in relation to promoting organizational learning and product innovation. The frames of the learning organization are also closely related to the use of two or more instruments. The probability of having developed learning organization, either continuously in both periods or in one of the two periods, is very high for the group of firms having continuous competence development both in 1995 and in 2000. Only 7% of this group with high priority on continuous competence development did not develop learning organization, and by far the largest proportion has developed learning organization in both periods. Among the firms with conscious competence development in one of the two periods, one fifth did not develop learning organization, and the proportion with continuous learning organization shrinks to two fifth of the firms. Still, the relation between competence development and learning organization is obvious. This also means that among the group of firms without conscious competence development, only one fifth of the firms have developed learning organization in both periods and one third of the firms have developed learning organization in one of two periods.

The analysis has shown that continuous competence development plays an important role, especially in the firms with learning organizations, and it has significant effects on product and service innovation. In a learning context, competence development is related to the reflexive, situated and experience based part. This part is dependent on a knowledge-based part, to be complete in relation to innovative learning. Situated and experience based learning encourage development of skills, embedded in the firm. New theoretical and methodological knowledge is often of decisive importance if the firm confronts development of new products or services. One strategy is to ‘recruit’ the new knowledge, but a more focused strategy is to combine the internal continuous competence development with internal and external courses and education. In order to examine the use of such formal vocational training, we have asked the firms how many of their employees participated in internal or external courses or educational schemes, first during 1993-1995 and later during 1998-2000. In the last survey, we asked specific for the employee groups.

Table 14 Vocational training 1993-1995 and 1998-2000  (Percent horizontal)





      
Referring to the period 1993-1995, almost two fifth of the firms responded that between 50-100% of all their employees had participated in internal or external courses or educational schemes. For the period 1998-2000 the question was specified to three employee groups, but the pattern of responses are at level with the 1993-1995 observations. It is interesting to notice that a higher proportion of firms have facilitated courses and educational schemes for the skilled employees, compared to higher educated and unskilled employees. It is also interesting that the difference between the proportions of firms making intensive use of vocational training to the various employee groups is relative small in 1998-2000. In order to examine how extensive the use of vocational training for all employee groups is in the firms, an additive index has been constructed where the two periods are weighted equal, and the minimum value of 6 is assigned where the firm in both periods and for all employee groups have between ‘0-49%’ of all their employees participating in internal or external courses or educational schemes. All firms with values above 6 have more extensive vocational training, either in 1993-95 or in 1998-2000. Scoring index values higher than ‘9’ means that the firms makes extensive use of vocational training in both periods and for two or more employee groups. This group of firms uses vocational training with high extensity (1). The group with index values higher than ‘6’ and lower than ‘10’ belongs to the medium group in extensive use of vocational training (2). The table below shows this classification.

Table 15 Vocational training for all employees (Percent vertical)
	Frequency	Per cent
VT High extensity (1)	88	27.0
VT Medium extensity (2)	124	38.0
VT Low extensity (3)	114	35.0

High intensity of vocational training (1) means that all or most of the personnel groups of the firms participate in the knowledge based part of learning. Here, innovative learning is not dedicated an exclusive group of employees in the firms. These necessary conditions of innovative learning are present in more than one fourth of the firms. The largest group of firms though, is the firms where some of the employee groups have extensive vocational training (2). This group embraces 38% of the firms. The group with low vocational training extensity in both periods and for all employee groups embraces 35% of the firms. Sufficient conditions of innovative learning depend on the situated, reflexive and experienced part as well, related to the priority of continuous competence development in the firm. The relation between the two parts of innovative learning: extensity of vocational training and priority of competence development is shown in the table below.

Table 16 Vocational training and competence development (Percent horizontal)
	CO Dev 95+00	CO Dev  95/00	Not CO Dev.
VT high extensity       (1)       	77.3	20.5	2.3
VT medium extensity (2)	55.7	32.3	12.1
VT low extensity        (3)	34.2	38.6	27.2

Among the group of firms with high extensity of vocational training (1) almost all have denoted high priority to competence development, using two or more organizational or management instruments in the continuous competence development. 77% have continuous competence development in both periods and 21% have continuous competence development in one of the two periods. Only 2% do not give priority to competence development. Among the group of firms with medium extensity of vocational training (2), the share with continuous competence development in one of the two periods is larger and so is the share without continuous competence development, compared to the former group. Learning may be more fragmented here, and not so pervasive as in the group with high extensity. The last group with low extensity of vocational training (3) has the lowest proportion with priority to continuous competence development and the highest proportion that does not give priority to competence development. The analyze thus confirms the relation between the two parts of innovative learning.





Table 17.1  Hiring and Separation rates for unskilled employees in panel firms 1990 – 91 to 1993 – 94 by vocational training 1993 – 95 and/or 1998 –2000







Table 17.2  Hiring and Separation rates for unskilled employees in panel firms 1994 – 95 to 1998 – 99 by vocational training 1993 – 95 and/or 1998 –2000






Due to missing data the separation rates for 1994-95 and 1997-98 are not calculated and presented in the table.
 








In the nineties the economic importance of innovation and learning has been growing. The implications for employment and competence development are studied empirically in this paper. This is performed by combining a system of innovation and a system of employment approach in a learning perspective. Product innovations are considered expressions of learning processes, which take place inside the firms and involve different functional groups and various decision levels as well as relations to the firm’s customers and contractors. Firms that are product innovative in the decade increases employment, while firms that do not innovate in the two periods, loose jobs. The continuous innovation strategies seem to cause the most balanced employment growth and job dynamics. 

The new organization forms are important in light of product innovation as learning systems. The dimensions of learning organizations are identified and firms are classified according to development of learning organization. More than one third of the firms have learning organization throughout the decade, and this means almost six time higher chance of product innovation, compared to the group of firms without learning organization. The firms with continuous learning organization in the decade show a moderate employment growth and moderate job turnover in the period. 
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^1	  DISKO is a comprehensive research project carried out by a research group at Aalborg University. The purpose of the DISKO project has been to analyze the strengths and weaknesses of the Danish Innovation System from an international COmparative perspective, hence the name.
^2	  The C/H rate represents the job creation relative to the hiring of the firms. A C/H rate of 26 means that 26 jobs are created for every 100 employees hired in the group. 
